Perceived justice at workplace and organizational commitment by Eralda Zhilla et al.
81
E. Zhilla, A. Muçaj, B. Hoti
PERCEIVED JUSTICE AT WORKPLACE .....
81-94
* This research was carried out within the Erasmus+ Programme of the European Union in the framework of 
Strategic Partnership project “Cultural Studies in Business” (ERASMUS 2018-1-IT02-KA203-048091). The 
paper reflects only the views of the authors, and the European Commission cannot be held responsible for any 
use, which may be made of the information contained therein.
** Eralda Zhilla, PhD, Lecturer, University of Tirana, Faculty of Social Sciences, Bulevardi Gjergj Fishta, Tirana, Al-
bania, Phone: +355 672530164, E-mail: adazhilla@gmail.com, ORCID: https://orcid.org/0000-0003-2061-6892
*** Arjana Muçaj, PhD, associate professor, University of Tirana, Faculty of Social Sciences, Bulevardi Gjergj 
Fishta, Tirana, Albania; University College Wisdom, Rr. Medar Shtylla, Tirana, Albania, Phone: +355 
696078328, E-mail: arjanamucaj@yahoo.it, ORCID: https://orcid.org/0000-0001-9894-9123
**** Blerina Hoti, MSc, ProCredit Bank, Kosovo, Phone: :+38649612422, E-mail: blerinakuqi@gmail.com, OR-
CID: https://orcid.org/0000-0002-2979-6466





Received: 13. 2. 2020 Preliminary communication 
Accepted:   6. 8. 2020 UDC 005.32
DOI https://doi.org/10.30924/mjcmi.25.s.7 159.9-057.16
Abstract
The aim of this study is to investigate the re-
lationship between the employees’ perception of 
justice at the workplace, in relation to the organi-
zational commitment. The study was carried out 
in Kosovo and its findings contribute to the servi-
ce industry, being the most developed in that regi-
on. This especially applies to the banking sector, 
which is still in a transitional phase in Kosovo, 
with the potential benefit, in terms of better qu-
alification of the staff. The data is collected from 
a sample of 256 participants, mainly from the 
banking sector (N=148), but also other sectors, 
such as the public sector (N=28), private busi-
ness (N=34), NGOs (N=26) and others (N=20). 
This study hypothesizes that the perceived orga-
nizational justice has a positive effect on organi-
zational commitment, with the empirical results 
supporting the hypothesis. 
Keywords: perceived justice, organizational 
commitment, workplace, employees. 
1. INTRODUCTION
The performance of a company sig-
nificantly depends on the effort that em-
ployees put into their work, beyond the 
general tasks, required for their position. 
Responsible employees, who are also com-
mitted, courageous, and smart, are consid-
ered one the main factors for the success of 
an organization (Jafari & Bidarian, 2012). 
Organizational behaviours of individuals, 
e.g., their social behaviours, behaviours 
beyond the duty and responsibility, organi-
zational commitment and spontaneous be-
haviours, are all essential to the general 
performance at work today (Goudarzv et 
al., 2011). What makes an individual or an 
employee exhibit such organizational traits 
in the work environment? Perceived justice 
at the workplace, which refers to an individ-
ual’s perception of the fair treatment from 
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the company and the supervisors, is con-
sidered an important factor, which leads to 
the answer to the previous question (Chou 
et al., 2013). The way employees perceive 
how they are being treated within an or-
ganization, including their perception of 
the contribution to the company and the 
benefits received, play an important role 
in the performance at work and the com-
mitment towards the duties and responsi-
bilities, as well as the attitude towards the 
colleagues, supervisors and the company in 
general. Thus, on the one hand, the topic of 
this study is perceived justice at the work-
place, while on the other hand, it is the or-
ganizational commitment, as one of the 
most important organizational behaviours. 
The organizational commitment is closely 
related to job satisfaction, which consists of 
an individual’s relation, or attachment with 
an organization (Silverthorne, 2005). Their 
role is even higher, if combined, while it 
should be noted  that organizational jus-
tice can predict organizational commitment 
(Suliman & AlKathairi, 2013). Moreover, 
their role varies across national and cultural 
contexts (Jiang, Gollan & Brooks, 2015). 
Therefore, studying them in a developing 
country, will serve as a direct contribution 
to the expansion of such concepts in the 
field of organizational psychology. 
The study is conducted in Kosovo and 
its findings will contribute to the service 
industry, being the most developed in that 
region, contributing to more than half of 
the country’s GDP and driving its economic 
development in the last decade (Cojocaru, 
2017). Banking is the most significant part 
of the service industry, with ten commer-
cial banks, and assets which amount to a 
value of EUR 3,186.8 million (Balija et al., 
2015). The majority of this study has been 
conducted in the banking industry, which 
is transforming gradually from the tradi-
tional high-street banking to online banking 
(Tornjanski et al., 2015), implying a change 
from standard and simple banking services 
to digitalised and more specialised ones. 
This means that the dynamics of the work 
of bank employees is undergoing changes, 
because of the use of technology, which is 
replacing routine tasks. It will give the em-
ployees more space, time and opportunity 
for deeper analysis and better professional 
qualification. As a result, the findings of 
the given study will help banks to achieve a 
better qualification of their staff.
In the following paragraphs, perceived 
justice at workplace and organizational 
commitment will be defined, their role 
within the organization and their relation 
will be described, and an overview of the 
existing literature and previous research 
will be provided.  
2. LITERATURE REVIEW
2.1. Definition of organizational 
justice
Organizational justice is a concept, 
which has been discussed, by using such 
concepts as proper treatment and manage-
ment. For example, Chegini (2009), inter-
preting Plato, considered it as a symbol 
of citizenship. The same author also inter-
preted the research of Abraham Maslow 
and commented that justice is an essen-
tial need, classified in the same group with 
rules and authenticity, as preconditions for 
fulfilment of human needs. The well-known 
philosopher Rawls called it a virtue of the 
organization and the society (quoted in 
Mohammad et al., 2010: 15).
Organizational justice, as devel-
oped by the Western scholars, such as 
Stacey Adams, Jerald Greenberg, Rusell 
Cropanzano, Jason A. Colquitt, Robert H. 
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Moorman etc., is one of the social justice 
dimensions. In his Equity Theory, devel-
oped in 1963, Adams stated that individuals 
experience a kind of stress, when they per-
ceive that they are not rewarded or that they 
are being rewarded differently than they 
deserve (Adams, 1965). This stress makes 
them react in a way, helping them bring 
justice into effect (Huseman et al., 1987; 
Hatfield & Mi, 1987). Hence, in general, 
people are satisfied, when they receive a re-
ward, in the amount that they consider fair 
in proportion to their contribution. If this is 
continuously applied in the workplace, then 
employees will be satisfied only, if their in-
puts and contributions at work are equal to 
the level of their outputs, or other rewards, 
such as salary, competencies, promotions, 
opportunities for professional develop-
ment, and other benefits. This comparison 
goes even further when the employees com-
pare their inputs and outputs with the other 
members of the same organization (Zeqiri, 
2006), or when the result of each employ-
ee’s input is equal to the results of other 
employees’ inputs (Canco-Doraci, 2009). 
The employees’ perceptions of justice, 
which is related to the treatment received at 
their workplace and their behavioural reac-
tion, is a premise of organizational justice 
(Chou et al., 2013).
The term organizational justice, in gen-
eral, refers to the individual perceptions of 
the workplace, which are related to both 
the individual and the company (Johnson et 
al., 2006). Moorman (1991:845) stated that 
this concept is concerned with the ways, 
in which employees determine if they have 
been treated fairly in all aspects. When in-
justice takes place at work, a destructive 
effect will be noticed in the process of de-
velopment, because injustice obscures the 
efforts and motivation of the staff, demoral-
izes them and decreases their effectiveness 
and performance (Chegini, 2009). 
The organizational justice is divided 
into four components: distributive, proce-
dural, interactional or interpersonal and in-
formational (Colquitt, 2001). 
Distributive justice refers to the dis-
tribution of employee outcomes in the or-
ganization in any form, be it a reward, or 
a punishment. Its origin derives from the 
Adams’s ‘Equity Theory’ model, which de-
fines it as the equal distribution of outcomes 
over inputs (Adams, 1965: 272). Employees 
get paid for their work, therefore, their per-
ception of their income, the salary level that 
they receive, and their consideration if this 
and other opportunities such as promotion 
or other rewards are deserved in the com-
pany, are all strongly related to distribu-
tive justice. It focuses on the ideal reward 
amount, which an employee deserves, re-
lated to the value of their contribution to the 
organization (Titrek et al., 2014).
Procedural justice, on the other hand, 
focuses on the employees’ perceptions of 
the process, through which reward or re-
muneration is determined and allocated. 
According to Greenberg (as quoted in 
Zeinabadi and Salehi, 2011), procedural 
justice reflects an employees’ judgements 
about the fairness of allocations deci-
sions, related to their salaries (ibid, 2011: 
1473). Employees react towards the deci-
sions that affect them and processes that 
influence such decisions. Therefore, pro-
cedural justice requires that the procedures 
are approved and implemented fairly and 
with equal opportunities for everyone. 
Procedural justice refers to the percep-
tion of justice over procedures and deci-
sions, through which income and other re-
wards are distributed (Asgari et al., 2011). 
According to Blader and Tyler (2003), indi-
viduals accept smaller rewards only, when 
they consider that the decision-making 
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process for their allocation has been just 
and fair. 
The interactional justice was initially 
mentioned by Bies and Moag, who stated 
that “people are certainly concerned about 
the formal procedures used in a decision-
making process, they are also concerned 
about interpersonal treatment that they re-
ceive from another person” (Bies, 2001: 
91). While the procedural justice comprises 
the formal procedures and structures of the 
organization, the interactional justice fo-
cuses on the quality of treatment of the em-
ployees, when these procedures are imple-
mented. According to Blakely et al. (2005), 
interactional justice reflects the employees` 
feelings on how fairly they are treated by 
their superiors. 
The last dimension, informative justice, 
refers to the distribution of information 
to the employees in a fair and equal way, 
which is mainly related to the procedures, 
the clarity of objectives, work results, etc. It 
is related to the quantity, nature, focus and 
time of the information  provided to an in-
dividual (Gilliland & Paddock, 2005).
2.2. Organizational commitment
Similar to the notion of perceived or-
ganizational justice, organizational com-
mitment, as a part of the human resource 
management, has also attracted the atten-
tion of both employers in different organi-
zations and researchers, especially since the 
1980s. Overall organizational commitment 
can be described as the level of employ-
ees’ commitment towards an organization, 
which employs them and where they wish 
to continue working. Commitment refers to 
the employees’ feelings and behaviours to-
ward their company (Jex, 2002).  According 
to Midday et al.’s definition, organizational 
commitment is “the relative strength of 
an individual’s identification through the 
involvement in a particular organization” 
(quoted in Meyer and Allen, 1991:  64). 
Based on this concept, scholars have iden-
tified three components: (1) the desire to 
be a member of an organization; (2) the 
belief in and acceptance of the values and 
goals of the organization and (3) the will to 
make efforts in the name of the organiza-
tion (Arnold, 2005). Following Myers and 
Allen’s three-component model of commit-
ment, organizational commitment consists 
of three different components:
1. Affective (organizational) commitment 
(the desire to stay), which refers to the 
individual’s emotional attachment to 
the organization. According to Boselie 
(2010), this type of commitment is the 
most important one for employers, be-
cause it reflects the employees “level 
of identification with the organization, 
its values and goals as well as their 
sincere feelings of loyalty towards the 
company”. 
2. Continuance commitment (the need to 
stay) is the individual’s perception of 
the costs and risks of leaving the organ-
ization. It reflects the connection with 
the organization, because of the lack 
of other opportunities or alternatives. 
It is based on the investments that they 
have made in the organization and the 
costs of leaving it and joining another 
company. Hence, it includes two kinds 
of variables: perceived investments 
and perceived alternatives (Rogelberg, 
2007).
3. Normative commitment (moral obliga-
tion to stay), which is the individual’s 
moral dimension of obligation and re-
sponsibility towards the organization 
(Meyer et al., 1993). Employees with 
a high organizational commitment are 
needed by the company, as they assist 
in making positive changes. In order to 
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keep them in the company, the employ-
ers should invest in increasing their 
organizational commitment (Ahmed et 
al., 2011). It can also predict the turno-
ver rate and staff replacement, with a 
higher level of organizational commit-
ment leading to higher productivity and 
performance and lower levels of absen-
teeism (Brown et al., 2007).
The results of a study conducted within 
the IT departments in the Jordanian banking 
sector show that the commitment of the IT 
employees positively and significantly af-
fected organizational performance and job 
satisfaction (Al-dalahmeh, et al., 2018). 
Another study, conducted in the branches 
of a Persian Bank in Tehran, Iran, show 
that organizational commitment and its 
components have a significant positive im-
pact on market-orientation of Persian banks 
(Khoshnamnoghadam, 2017).
Scholars have conducted many studies 
on the relationship between the perception 
of organizational justice and organizational 
commitment, in order to understand their 
relationship. Mendryk (2017) conducted a 
study in Poland to determine the impact of 
procedural and distributive justice upon or-
ganization commitment of age-diversified 
employees. The results of the study show 
that, regardless of the respondents’ age, the 
change in the perception of organizational 
justice will exert a positive impact upon 
organization commitment. Another study 
was conducted in three different authorized 
car dealers (Audi-Seat, Volkswagen and 
Skoda – four brands) of Doğuş Otomotiv 
in Konya, Turkey by Çağliyan et al. (2017). 
Their results indicate the existence of a sta-
tistically significant and positive relation-
ship between participants’ organizational 
justice perception and the levels of their or-
ganizational commitment. 
The purpose of a meta-analysis, per-
formed by Kamile (2016), was to inves-
tigate the relationship between teachers’ 
organizational justice perceptions, organi-
zational commitment and job satisfaction in 
schools.  An extensive literature search was 
conducted to identify both published and 
unpublished reports that examined the re-
lationship between teachers’ perceptions of 
justice, job satisfaction and organizational 
commitment. In total, research reports pro-
vided usable data for 24 independent sam-
ples, in which teachers’ overall perception 
of justice was positively related to organiza-
tional commitment. 
A study conducted by Rahman et al. 
(2017), with data collected from a target 
population of lecturers of three public sec-
tor universities in the province of Khyber 
Pakhtun Khwa in Pakistan, measured the 
relationship among the distributive justice 
and procedural justice (as independent vari-
ables), with the organizational commitment 
as a dependent variable, by analysing the 
sample of 500 employees. Results of this 
study show that both distributive and pro-
cedural justice have significant and posi-
tive effects on employees’ organizational 
commitment.
A study by Batool (2013) identified the 
relationships between organizational jus-
tice, on the one hand, and organizational 
commitment and citizenship behaviours on 
the other. The data in this study was col-
lected from 17 different banks in the city of 
Peshawar in Pakistan, where a positive and 
significant relationship between organiza-
tional justice and organizational commit-
ment was identified. 
The causal relationship between organi-
zational justice and organizational commit-
ment was investigated by Iqbal & Ahmad 
(2016) in several private commercial banks, 
operating in the Attock District Punjab, 
Journal of Contemporary Management Issues
86
Pakistan, who found a strong impact of or-
ganizational justice on the organizational 
commitment. 
A study by Imamoglu et al. (2019) con-
ducted in Kocaeli and Istanbul, Turkey, 
analyzed the relationships among organiza-
tional justice, organizational commitment, 
knowledge sharing, and company perfor-
mance, finding that they are all affected by 
organizational justice.
Mohsan (2015) investigated the phe-
nomenon of organizational justice with re-
gard to organizational commitment in the 
banking sector of Pakistan and found a sig-
nificant and positive association of organi-
zational justice to employee commitment. 
3. METHODOLOGY
3.1. Purpose and hypothesis 
The purpose of this study is to investi-
gate the relationship between the perceived 
organizational justice and organizational 
commitment. Referring to previous re-
search, presented in the previous section of 
the paper and its results, the following re-
search hypothesis has been formulated: 
The perceived organizational justice 
has a positive effect on organizational 
commitment.
3.2. Research participants
Since the aim of the study is to meas-
ure the effect of organizational justice on 
employees’ organizational commitment, in 
general, as well as by placing the special 
emphasis on the banking sector, the study 
participants were divided into two groups. 
The first group consisted of participants 
from the banking sector in Kosovo and 
the second one included those, working 
in other sectors. Data was collected from 
a total of 256 participants (N=256), out 
of which 148 were from the banking sec-
tor and 108 from other sectors. Out of 
them, 39% of the participants were male 
and 61% female. A total of 62% of partici-
pants were 26 to 35 years old, 23% were 
over 36 years old and 15% were under the 
age of 26. Other demographic information 
included the participants’ marital status, 
their level of education and years of expe-
rience in the company, their position in the 
company, the number of employers they 
were working for until participating in this 
study. 
3.3. Instruments
The measuring scales include the instru-
ments for measuring the perceived justice 
at work and the organizational commitment 
(Boselie, 2010). The instrument for meas-
uring perceived organizational justice was 
developed by Niehoff and Moorman and 
was first used in their studies in the 1990s 
(Moorman, 1991; Niehoff & Moorman, 
1993). The original version of this scale 
consists of a dimension that measures the 
perceptions of distributive justice with five 
items, two other dimensions that measure 
the perceptions of procedural justice with 
15 statements, i.e. formal procedures (meas-
ured by six items) and interactional justice 
(nine items) (Niehoff & Moorman, 1993). 
The instrument for measuring organization-
al commitment was developed by Meyer, 
Allen & Smith (1991) and used by Ellemers 
et al. in 1998, which the measuring scale 
used in this study is mostly based on. The 
measurement scale consisted of four state-
ments that were designed to measure the 
general organizational commitment. The re-
spondents expressed how much they agreed 
with each statement on a five-point Likert 
scale, with values ranging from 1 (strongly 
disagree), to 5 (strongly agree).
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4. EMPIRICAL RESULTS
Reliability of measurement scales, 
mean, standard deviation, minimum and 
maximum values are presented in Table 
1. The results show that the value of 
Cronbach’s Alpha is quite high, indicating a 
satisfactory level of construct validity.
Table 1. Reliability of measuring scales
Measuring 
Scale Subscales No. of items
Cronbach 
Alpha Mean SD Min. Max.
OJ 11 0.87 3.66 6.95 3.43 4.12
Distributive 05 0.71 3.73 3.14 3.47 4.12
Procedural 06 0.88 3.61 4.55 3.43. 3.74
OC 04 0.84 3.92 3.02 3.67 4.07
In general, it can be concluded that, on 
a five-point Likert scale, the mean value 
of participants’ perception of the applied 
justice in their organization is 3.66 and the 
mean of their organizational commitment is 
4.01. This implies that research participants 
generally agree that there is justice in their 
workplace and that they are committed to 
their company. 
Results of the linear correlation, meas-
ured by the Pearson coefficient, are present-
ed in Table 2. They indicate a significant 
positive association between organization-








Distributive Justice 1.000    
Procedural Justice 0.621** 1.000   
Organizational Justice 0.858** 0.935** 01.000  
OC 0.350
** 0.461** .460** 1
Note: *p < .01, **p < .001
ANOVA is used to analyse and com-
pare the dependent variables (OJ and OC) 
with more than two categories in the demo-
graphic data to see if there is any significant 
difference between two or more groups. No 
significant effect of gender on the above-
mentioned variables has been identified: t 
(253) = -.038; p>0.05 (see Table 3).
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Table 3. Testing of the gender effect significance
 
Levene's Test  
for equality  
of variances t-test for equality of means





Equal Supposed Variances .004 .951 -.038 253.000 .970
Unequal Supposed  
Variances   -.038 212.495 .970
OC Equal Supposed Variances .040 .841 -.713 253.000 .477
Unequal Supposed  
Variances   -.704 200.472 .482
Linear regression is used to test the re-
search hypothesis that the perceived justice 
at workplace can have a positive effect on 
organizational commitment. Results of the 
regression analysis are presented by Table 
4.
Table 4. Linear regression model
Model
Unstandardized coefficients Standardized coefficients
t Sig.B Std. Dev. Beta
1 (Constant) 2.009 .247  8.147 .000
Organizational Justice 0.546 .066 .460 8.241 .000
of .460 and a significance level of .000, i.e. 
p<0.01), while in some other studies no posi-
tive relationship between these two variables 
was found. A study by Ahmed et al. (2011) 
proved a positive correlation between the 
perceived justice and organizational commit-
ment (R =.429 and p<0.01). Many other stud-
ies (Moorman et al., 1993; Mendryk, 2017; 
Sahin, 2013; Çağliyan et al., 2017; Wang et 
al., 2014; Demir, 2016; Rahman et al., 2017; 
Batool, 2013; Hasan, 2002, etc.) have also 
identified a positive and significant relation-
ship between OJ and OC. On the other hand, 
there have been some studies, e.g. a study by 
Zeinabadi and Salehi (2011), in which the di-
rect effect between OJ and OC was found to 
be empirically insignificant (p>0.05).
However, our empirical results cannot 
be generalized for all companies, i.e. even 
Table 4 shows that there is a significant 
linear regression equation model, estimat-
ing the organizational commitment. Based 
on the adjusted R2 value, organizational 
justice explains a significant proportion of 
variance in organizational commitment (R2 
= .212, p < .01). It can be concluded that 
the empirical results confirm the research 
hypothesis, i.e. the more justice is applied 
in the workplace, the more committed em-
ployees will be toward their organization.
5. DISCUSSION
The hypothesis that the perceived justice 
at the workplace has a positive influence on 
organizational commitment is supported by 
the empirical results, with a positive correla-
tion of (with the Pearson coefficient value 
89
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if one applies justice at work, it does not 
mean that this will necessarily make em-
ployees emotionally related or committed 
to their organization. They consider justice 
at work a normal process in terms of a cor-
rect, fair and professional functioning of an 
organization and this will not necessarily 
make them feel closer, or more connected 
to the organization, neither emotionally 
nor morally. Therefore, based on the re-
sults of this study, it can be concluded that 
employees’ perceptions of justice at work 
have the power to influence their decisions 
to express their commitment towards the 
company. 
6. CONCLUSION AND 
RECOMMENDATIONS
The conclusion, which can also serve 
as a recommendation for employers and 
individuals at supervisory or managerial 
positions, is that a constant effort should 
be made, as to apply justice toward the em-
ployees. By rewarding employees appropri-
ately and treating them in a way felt to be 
deserved, the employees will feel as being 
fairly compensated. In addition, if the em-
ployees are empowered to participate in the 
decision-making process, related to initiat-
ing or changing different procedures, rules 
and instructions, related to work processes, 
they will, consequently, be encouraged to 
contribute more and will be more commit-
ted. Additional recommendations for future 
research are as follows: 
• The future studies should use a larger 
sample, if the research is to be conduct-
ed in several sectors simultaneously.
• The questionnaire should be adminis-
tered to managers/supervisors, in order 
to include their opinions, as well.
• Some other methods of data collection 
should be used, such as interviews, etc. 
Each dimension should be measured 
separately, using instruments with sub-
scales for categories of both organiza-
tional justice (distributive, procedural, 
interactional and informative) and 
commitment (affective, continuance 
and normative). 
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Cilj ovoga rada bio je istražiti odnos između pravednosti na radnom mjestu, kako je percipiraju 
zaposlenici, u odnosu prema odanosti organizaciji. Istraživanje je provedeno na Kosovu, a njegovi re-
zultati doprinose uslužnoj djelatnosti, kao najrazvijenoj u navedenoj regiji. Ovo se posebno odnosi na 
bankarski sektor, koje je na Kosovu još uvijek u fazi tranzicije, a može imati koristi od ovog istraživanja 
u smislu boljeg kvalificiranja djelatnika. Podaci su prikupljeni na uzorku od 256 sudionika, uglavnom 
iz bankarskog sektora (N = 148), ali i ostalih sektora kao što su javni sektor (N = 28), privatni sektor (N 
= 34), nevladine organizacije (N = 26) i drugi sektori (N = 20). Hipoteza istraživanja je da percepcija 
organizacijske pravednosti pozitivno utječe na odanost organizaciji, što je potvrđeno u empirijskom 
istraživanju.
Ključne riječi: percipirana pravednost, organizacijska predanost, radno mjesto, zaposlenici.

